processes in the scientific community.  There can be little question that events in the MLA experience cast some doubt on the absolute validity of prepublication review practices in the sciences as well, and hence on those quality judgments that are based in whole or in part on publication and citation data.  As a first step toward ascertaining whether there is indeed reason to be concerned about sex fairness in prepublicat ion reviews of scientific papers, it would be useful to gather data on submission/acceptance ratios by sex for paper in several scientific fields and for selected high-quality journals in those fields.
Despite all these considerations and because the matching characteristics of our sample suggested that comparisons of publication and citation counts might have some validity for this specific sample, sue a study was attempted.  Unfortunately, as described in Chapter 6, it proved impossible to carry out.
The elements of quality which the present study cannot address ma be precisely the ones on which the judgments that determine an individual 's career path are based.  This report and its predecessors demonstrate clearly that objective factors alone cannot account adequately for the career differences which exist between male and female Ph.D.s.  it does not follow, however, that "quality" difference will do so; that would be true only if it can be shown that quality judgments are free of gender bias.
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